News Bulletin - Volume 2, No. 3 by (Author)
UNITED NURSES OF ALBERTA 10571 - 109 Street Edmonton. Alta. T5H 3B1 Telephone 425-1025 
VOLUME 2, NO. 3 
E.R. Officer 
appointed 
Dave Thomson, 34, of Edmonton 
has been appointed as an Employ-
ment Relations Officer for the United 
Nurses of Alberta. 
Mr. Thomson, a graduate of the 
University of Alberta, Bachelor of 
Commerce Degree with specializa-
tion in Industrial Relations, was for-
merly Labour Relations Manager for 
the Alberta Association of Registered 
Nursing Assistants. Prior to working 
for the Nursing Assistants, he was 
employed by the Provincial Govern-
ment as a Labour Standards Officer. 
He will join Employment Relations 
Officer, Jocelyn Tanner and Michael 
Mearns in providing collective bar-
gaining services to nurses through-
out the Province. 
Consumer prices 
The Consumer Price Index for Can-
ada for the 12 months from July, 
1977 to 1978 increased by 9.8 per 
cent. 
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Group contracts settled 
for Public Health Units 
Group bargaining for public health 
nurses has resulted in a standardized 
contract for nurses employed in se-
ven health units. 
The group bargaining was estab-
lished on a regional basis with the Le-
duc-Strathcona, Sturgeon, Vegreville 
and Vermilion Health Units forming a 
North-Central Regional Group. The 
South-Central Regional Group con-
sisted of Alberta East Central, Mount 
View and Wetoka Health Units. 
Negotiations in both groups pro-
ceeded to the conciliaation stage be-
1st 2nd 
fore settlement was reached. In the 
South-Central Group, the settlement 
provided for salary increase of 9.5 per 
cent for the registered nurse without 
public health preparation, at the Al-
berta East Central and Wetoka 
Health Units. The registered nurses 
at Mount View received a six per cent 
increase. The Public Health Diploma 
and Baccallaureate Nurses at Alberta 
East Central, Wetoka and Mount View 
received a seven per cent increase: 
The salary grid for the South-Cen-
tral Group is as follows : 
3rd 4th 5th 6th 
year year year year year year L.S.I. 
R.N. (w-o D.P.H.N.) 
R.N. (with D.P.H.N.) 
R.N. (with B.Sc.N.) 
$1,148 $1,193 $1,241 $1,291 $1,342 $1,396 $1,452 
1,291 1,342 1,399 1,454 1,517 1,580 1,655 
1,329 1,386 1,442 1,499 1,562 1,624 1,704 
In the North-Central Group negoti-
ations, the settlement provided for 
average increases of 8.6 per cent for 
the Leduc-Strathcona Health Unit; 
six per cent for Minburn-Vermilion 
Health Unit, six per cent for Vegre-
ville Health Unit and 7.6 per cent for 
Sturgeon Health Unit. 
In addition to salary, the shift dif-
ferential was increased to $7 per shift 
at the Sturgeon Health Unit, vaca-
tions were increased to 25 days afte·r 
1st 2nd 
seven years at Leduc-Strathcona and 
for Vegreville Health Units. Compas-
sionate leave was extended from four 
days to four working days and in-
cludes other significant persons. Pre-
mium for temporary change of duties 
was increased to $5 and on-call duty 
premium was set at $5. Another 
clause provides for yearly evalua-
tions. 
The grid wh ich was agreed upon is 
outlined below: 
3rd 4th 5th 6th 
year year year year year year L.S.I. 
R.N. (w-o D.P.H.N.) 
R.N. (with D.P.H.N.) 
R.N. (with B.Sc.N.) 
$1,129 $1,172 $1,217 $1,267 $1,317 $1,366 $1,427 
1,297 1,347 1,403 1,461 1,516 1,585 1,656 
1,336 1,391 1,448 1,503 1,566 1,628 1,701 
Adequate 
Retirement 
Income? 
What is an adequate retirement in-
come? Many think that it should be 
an amount sufficient to maintain for-
mer living standards after retire-
ment. This does not require the same 
total income as before, because many 
work-related expenses end with re-
tirement. Examples are: premiums 
for unemployment insurance, and 
such other deductions from pay-
checks as pension contributions to 
the Canada or Quebec Pension Plan 
or to an employer-sponsored pension 
plan. Other examples are transporta-
tion to and from work, purchased 
lunches and coffee breaks, clothing 
used at work and savings for retire-
ment. Bear in mind also that there 
are extra income tax exemptions for 
persons 65 years of age and older, as 
well as a specia l income· tax exemp-
tion for income from registered pen-
sion and retirement savings plans. 
Very few of those reaching retirement 
age are still supporting children. As a 
result, most people can maintain 
about the same standard of living 
with a lower total income after retire-
ment. 
Before considering how much in-
come should be provided by a private 
pension plan, one should first look at 
the amount supplied by the first two 
parts of the pension system; OAS-
GIS and CPP-QPP. 
As an example, consider the situa-
tion of an Ontario family with a single 
wage-earner drawing a gross salary 
of $13,000 a year (roughly equal to 
the average industrial wage rate in 
1977 ). Assume that this person 
worked to the end of 1977 and 
reached retirement age of 65 years 
along with his or her spouse on Janu-
ary 1, 1978. After taking account of 
income tax payments, Ontario tax 
credits and premiums for CPP, UIC, 
and OHIP coverage, this individual 's 
take-home pay for 1977 would 
amount to about $10,600. What take-
home income cou ld this couple expect 
to receive during their first year of re-
tirement? 
They would receive about $7,700 
from CPP, OAS-GIS and the Ontario 
tax credit program. In other words, 
their net income in retirement would 
equal about 73 per cent of their pre-
retirement take-home pay. Since this 
income would be fully indexed to con-
sumer prices it would rise in subse-
quent years to meet changes in the 
cost of living. For couples in other 
provinces, the take-home retirement 
income may differ because of differ-
ences in income tax and hospital and 
medica l cqre programs. 
If we qpply the same sort of analy-
sis to a person whose earnings were 
lower than the average industrial 
wage, the net income of the couple in 
retirement would be more than 73 
per cent of pre-retirement take-home 
pay. This is because OAS-GIS pay-
ments would replace a higher propor-
tion of the former earnings. For a cou-
ple where the wage-earner had still 
lower pre-retirement earnings, it is of 
course possible for OAS-GIS and 
CPP-QPP to replace as much as 100 
per cent of former take-home pay. 
On the other hand, where earnings 
have been well above the average in -
dustrial wage rate, the public pension 
plans will replace a smaller propor-
tion of former take-home pay. This is 
where retirement income from pri-
vate pension plans and personal sav-
ings becomes especially important. 
Persons retiring before reaching 65 
years of age must also rely on private 
pensions for income between retire-
ment and attainment of 65 years of 
age. when pensions from the public 
plans become payable. 
Most vacancies not advertised 
The Prime Minister isn't the only 
one saying that at least part of the 
current 8.3 per cent unemployment 
figure is caused by laziness. Accord-
ing to the Technical Service Council, 
jobs for engineers, accountants, and 
other executives are going begging 
when near ·record numbers of profes-
sionals are unemployed. Neil Mac-
dougall , director of TSC, says: " There 
has been so much publicity about un-
employment, that job hunters no 
longer expect to succeed. They apply 
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to a few companies then give up job 
hunting." He gives examples of uni-
versity graduates who had applied to 
only 11 firms in eight months and ac-
cepted jobs well below their expecta-
tions and abilities. "Job hunters fail 
to realize that new jobs are created 
every day by retirements, deaths, 
promotions and transfers, and that 
58 per cent of jobs a re not advertised. 
Still other openings exist in the minds 
of employers who are prepared to act 
if the right person comes along." 
Calgary General Hospital 
of promotion clauses in 
runs afoul 
Agreement 
The Calgary General Hospital has 
been ordered to conduct another 
competition for a nursing position 
management awarded more than six 
months ago. 
This was the decision of an arbitra-
tion board called to inquire into the 
matter of a grievance which was filed 
subsequent to the Hospital awarding 
the position. 
The grievance was filed under Arti-
cle 13.03 and 13.04 of the Collective 
Agreement. lt was alleged that the 
Hospital had failed to post the notice 
initia lly, and secondly, that they had 
failed to give proper consideration to 
the griever. 
In its award, the arbitration board 
said : "We have decided that the Hos-
pital must post the second position 
which was filled ... ". 
"We do feel obliged to say, how-
ever, that it appears to us that the 
qualifications, experience, and per-
formance of ( the griever) were not 
given full and proper consideration. lt 
(the Hospital) really could not have 
made a full and proper assessment as 
there was no evidence of her ever 
having received a proper evalua-
tion-to the contrary. 
V.O.N. nurses 
to the brink 
Victorian Order of Nurses in Ed-
monton went to the brink of strike ac-
tion before settling their 1978 sa lary 
increase at an average of 7.6 per cent. 
The V.O.N. nurses had voted almost 
100 per cent in favour of strike action 
and had set the date when a settle-
ment was reached with the assis-
tance of the Conciliation Commis-
sioner of the Provincial Government. 
In addition to the salary increase, 
the 1978 contract provides for an in-
crease in the on-ca ll duty premium 
from $4. to $7. and a modification of 
the salary grid to eliminate a constant 
differential problem which had been 
squeezing the rates at the upper lev-
els. 
"The Hospital must not only con-
duct a fair and reasonable hearing-
in our view at least-it should sat isfy 
the employees that it has done so. 
"the Articles of the Col lect ive 
Agreement in questions were: 13.03 
(a), "the employer shall post with in 
the department, notices of all vacan-
cies within the Department of Nurs-
ing not less than six calendar days in 
advance of making an appointment. 
" 13.04" In making promotions, trans-
fers and demotions the determining 
factor shall be skill, training, knowl-
edge, efficiency and other relevant 
attributes, and where these factors 
are considered by the employer to be 
relatively equal, seniority shall be the 
deciding factor." 
In commenting on the sections, 
the Arbit ration board said : "There is 
no doubt that the Hospital must pro-
ceed fair ly and reasonab ly and within 
the bounds of the agreement made 
between the parties. The agreement 
clearly states that skill, training, 
knowledge and efficiency shall be 
considered fairly. Only when these 
are relatively equal, should manage-
ment take into consideration seniori-
ty." 
The grievance was filed by the 
griever in January 1978; the arbitra-
tion hearing was held May 31st, 1978 
and the award was received on July 
17th, 1978. 
Federal nurses strike, settle 
Federal government nurses across 
Canada have ratified a settlement of 
their 1978 contract following several 
weeks of rotating strikes. 
The nurses, members of the Pro-
fessional Institute of the Public Ser-
vice of Canada, ordered strike of their 
1,900 members following a break-
down of negotiations. 
The settlement provides for salary 
increases of approximately six per 
cent which still leave the federal 
nurses somewhat behind their coun-
terparts in many provinces. 
The job actions by nurses in Alberta 
included rotating strikes at the 
Charles Camsell Hospital and the Col. 
Belcher Hospital in Calgary. In addi-
tion to the rotating strikes, nurses ev-
erywhere restricted their services to 
patient ca re only. At times, they 
dressed informally; in jeans and T-
shirts as well as picketing at job loca-
tions. 
There are four major employing de-
partments in the federal government. 
These a re : the Departments of Na-
tional Health and Welfare, Veterans 
Affairs, National Defence and theCa-
nadian Penitentiary Services. The cli-
ents receiving nursing services in-
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elude : Veterans, inmates of peniten-
tiaries, military and public servants, 
registered Indians in the Province 
and all residents of the Yukon and 
Northwest Territories, and the tra-
velling public entering Canada. 
Nursing services are provided in a 
large variety of settings such as out-
post nursing stations in the North, 
health centres on Indian reserves 
and large and small hospitals and 
homes in urban centres. 
Ebeline Zee 
in Mid-East 
The United Nurses of Alberta has a 
friend in Saudi Arabia. 
Ebeline Zee, formerly an instructor 
at the Misericordia Hospital School of 
Nursing, has forwarded a $100. dona-
tion to the U.N.A. "as a sign of my 
support and continued interest in 
what the U.N.A. stands for and is 
working towards." 
Ms. Zee is currently employed on a 
two-year contract to the King Faisal 
Specialist Hospital in Riyadh, Saudi 
Arabia. She will have completed one 
year of her contract this October. 
Federal 
given to 
government financial support 
seminars UNA bargaining 
The United Nurses of Alberta has 
received a Federal Government grant 
of more than $4,000 to sponsor two 
collective bargaining seminars for 
members. 
The seminars, planned for this Oc-
tober in Edmonton and next June in 
Calgary, will be led by a distinguished 
professor of Industrial Relations at 
the University of Alberta, Dr. C. Brian 
Williams. Other instructors at the Oc-
tober seminar will be: Brian Hansen, 
Professor of Law, University of Alber-
ta, Calgary, and Bonnie Castrey, a 
registered nurse who is employed as 
a Federal Mediation and Conciliation 
Commissioner in Santa Anna, Califor-
nia. 
The budget for both seminars in-
cludes money to pay to\'iard the cost 
of travel expenses for any nurse who 
wishes to attend. lt is anticipated that 
the seminars would be most useful to 
Charter~d Local officers, as the sub-
jects to be covered include the role of 
Local Officers. Each seminar, can ac-
commodate up to 400 participants. 
The Edmonton seminar will be held 
October 26th and 27th in the Social 
Room of the Northern Alberta Jubilee 
Auditorium. The Calgary seminar will 
be held in the Social Room of the 
Southern Alberta Jubilee Aud itorium, 
June 14th and 15th, 1979. 
The U.N.A. received the money 
from the federal government as part 
of a Labour Canada program to ex-
pand collective bargaining education 
in Canada to more closely involve 
"grassroots" members of unions. As 
an eligible union, the U.N.A. qualified 
for a grant of 65 cents per member. 
The federal government funding pro-
gram is meant to supplement the 
educational program sponsored by 
the union itself. 
Dr. Williams is a well-known and re-
spected figure in the industrial rela-
tions scene in Alberta. A former vice-
chairman of the Alberta Board of In-
dustrial Relations, he is chairman of 
the Department of Industrial and Le-
gal Relations in the Faculty of Busi-
ness Administration and Commerce. 
Mr. Hansen, is a lawyer who specia-
lizes in collective bargaining and par-
ticu larly grievance and arbitration. 
As a commissioner of the Federa l 
Mediation and Conciliation Service, 
Mrs. Castrey's duties range over 
three areas : dispute mediation ; 
teaching labour management rela-
tions to people who use the collective 
bargaining process; and public rela-
tions and communications. She is the 
only nurse employed by the Media-
tion and Conciliation Service. 
Mrs. Castrey says that many of the 
skills used in everyday nursing were 
easily applied, to labour disputes. 
"The technique of assessing a per-
son's physical and emotional state at 
any given time doesn't vary in meth-
od, whether you are in a hospital 
dealing with patients with different 
il lnesses or at a negotiating table 
dealing with personalities and differ-
ent points of view." 
A graduate of the Edward J. Meyer 
Hospita l School of Nursing in Buffalo, 
New York, Mrs. Castrey was formerly 
a representative to the American 
Nurses' Association Commission on 
Economic and General Welfare. At 
the request of the Association, she 
went to Hawaii as a consultant to help 
the State Nurses' Association there, 
organize a strike and then negotiate a 
settlement. She has been employed 
by the United States government 
since November, 1974. 
The program for the October semi-
nar, is outlined below. 
Registration forms for either or 
both days is printed below. Please re-
turn the forms to the Provincial Office 
as soon as possible. 
Seminar Registration 
An educational seminar on Collective Bargaining will be held by the United 
Nurses of Alberta at the Northern Alberta Jubilee Auditorium, Edmonton, 
October 26, 2Z, 1978, commencing at 9 :30 a.m. 
Guest speakers will be : Dr. Brian Williams, Professor of Industrial Rela-
tions, Brian Hansen, Professor of Law, and Bonnie Castrey, R.N., Commis-
sioner, United States Federal Mediation and Conciliation Services. 
Topics will deal with working conditions for nurses including the following: 
Nurses in Collective Bargaining, Alternatives to Strikes, The Future for 
Nurses. 
Please enclose a $10.00 registration fee payable to the United Nurses of Al-
berta and the following information : 
Name: 
Address: 
Local : 
Position in Local : 
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Increased Regulation not the answer 
in labour relations peace formula 
BY THOMAS EBERLEE 
Canadians a r e generally much too intolerant of the strike used 
as a weapon and of collective bargaining in general. 
It 's easy to fall into the trap of blaming everybody else for the 
silliness, the baseness and all the rest that often afflict industria l 
relations. 
But we are all responsible and change for for the better will not 
come from some magic formula imposed by government-the sit-
uation is far too complex for that. 
Our st rike stat istics are the Achilles heel of the Department of 
Labor. Taken on their own, they are a misleading way of measur-
ing the state of industrial relations-they only measure overt con-
met. Strikes may be outweighed in their various effects by addi-
tional or alternative forms of conflict, such as voluntary absen-
teeism , quitting, restriction or control of output, or downright sa-
botage. 
These are not very visible, at least to the general public. As de-
lays in the production process, the economic impact of strikes is 
highly variable and scarc~y calculable. Time lost in them is a 
smalJ proportion of tota l time worked (about one-half of 1 per cent 
is a high figure which has not often been reached in the annual 
calculations for Canada as a whole). This is a lot less than time 
lost through sickness or injury on the job or mechanical break-
downs of equipment , snafus of various kinds and so forth . 
In most cases, strikes cause delays in, rather than losses of, 
production, except when the product or service is highly perish-
able or where the capacity of the firm or industry is being fully 
utilized. The costs to the public and to a country are small, and a l-
most all statements made about the costs of specific strikes are 
exaggerated. 
There is a great game of making unfavorable comparisons be-
tween Canada and the rest of the world based on the statistics I 
wish we didn' t publish. 
But comparisons of these with those of other countries are pret-
ty wide of the mark because of differences of definition. minimum 
size and coverage or comprehensiveness of reporting . We try to 
include everything-legal or illegal, tiny or large, short or long. 
In Australia , Belgium, france, West Germany, Sweden and Bri-
tain. the rate of increase in strikes has been much more than here. 
In fact there has been an interna tional strike boom in which we 
have also taken part. 
Various causes can be given for our strike situation. There a re 
the structural causes, such as decentralized bargaining. In the 
early 1970s inflation exacer bated conflict and to some extent we 
have got into a situation where many union members feel a settle-
ment isn ' t a real settlement unless it has been won on the picket 
line and maybe rejected once or twice in ra tification votes. 
This kind of luxurious thinking has been helped by the availabil-
ity up to two or three years ago of alternative temporary employ-
ment. One always has to include " rising expectations" in any list ; 
we just aren 't as docile as we orice were ; we are perhaps less able 
to compromise. Many employers, particularly those who have 
just been unionized and who face a first collective agreement, will 
fight too readily and too hard against their employees and their 
unions-and so it goes, on and on. 
Too often the strike weapon is used or has to be used. On the oth-
er hand, l regret the fetish we have tended to make out of the 
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" right" to strike. Some people talk about it with a sort of relish 
and affec tion tha t borders on the lunatic. 
The issue is the right of two parties to engage in effective collec-
tive bargaining. But in our current system , collective bargaining 
is perceived to be potentia lly effective only if the right to with-
draw services is very much to the fore. It is a lmost a heresy to 
think there might be other ways of obtaining just a nd mutually 
acceptable results. 
It is a pity we are so conser vat ive about laking chances with 
means of resolving a collective bargaining dispute other than the 
often self-defeating method of " hitting the bricks ." Why haven"! 
unions and employers in more cases agreed to try final offer se-
lection , or voluntary arbitration (as in the U.S. steel industry) or 
med-arb (as in the bargaining between Vancouver grain.handlers 
and the terminal e levator companies a couple of years ago > or 
single-team bargaining. 
Some might well ask: " If unions a nd employers won 't agree to 
more 'peaceable ' and more 'rat ional' procedures, why don 't gov-
ernments force them?" Actually, governments have instituted a 
series oflaws that operate a lmost on a womb-to-tomb basis cover-
ing labor-management relations-from procedures for union or-
ganization and recognition, on through the prohibition against 
strikes and lockouts during the life of a collective agreement, to 
compulsory arbitration of gr ievances or disputes over the appli-
cat ion or interpretation of agreements. 
Our labor-management relations are probably more highly reg-
ulated than those existing in any comparable socio-economic-po-
litical system. To go fa rther than legislative bodies have already 
gone in this country and to interfere decisively with the ultimate 
modus operandi would be construed as-and, indeed would be-a 
shat tering blow to one of the fundamental pillars of that system. 
Besides, it simply wouldn't work in the absence of the consent of 
those to whom it applied. 
So , the strike is going to be with us for a while. But what can be 
done to lessen the frequency of its use, in the absence of a resolute 
and general will on the part of the unions and employers to find 
less destructive approaches? 
My alternative is to provide unions and their members much 
more opportunity to understand fully the realities and the finite-
ness of Canada 's economic possibilities ; to give them a substan-
tia l sense of r esponsibility for our economic health, along with 
new opportunities to exercise that responsibility; to give labor 
a nd management support of various kinds that will lead to ration-
al decision-making and rational decisions; to give employees 
much more opportunity to participate more meaningfully in 
shaping their economic destinies in the work place ; to eliminate 
certain nagging injustices at the work place and in employer-em-
ployee and union-management relationships, that work both 
ways, and that are chronic gen~rators (needlessly ) of undue con-
flic t; and to guarantee healthier and safer working environments 
through the identification and vigorous elimination or control of 
hazardous situations. 
IMt·. Ebel"lee is the Federal Deputy Minister of Labour. > 
Improvement in quality of working life 
organizational changes requires fundamental 
In advanced industrial countries 
people are increasingly becoming 
concerned with the substitution of 
new ways for old in the world of work. 
These ways include collaborative ra-
ther than competitive values, pctrtici-
pant management styles, trans-bur-
eaucratic organizational forms, sys-
tems of shared power and control, 
and new principles of job design. To-
gether these are aimed at creating 
work which is worth doing for its own 
sake by everyone in an organization. 
In short, a new work ethic is begin-
ning to emerge, concerned with the 
quality of life in the workplace as a 
central part of the quality of life as a 
whole. 
The human individual has work-re-
lated needs other than those speci-
fied in a contract of employment 
(such as wages, hours, safety, securi-
ty of tenure, and so on) . These extrin-
sic requirements, shown on the left of 
Table 1 form the legacy of the old 
work ethic. In addition, a variety of 
psychological requirements or intrin-
sic factors must also be met if the 
new work ethic is to develop. These 
intrinsic factors, which are shown on 
the right side of Table 1, include: 
1. The need for the job to be reason-
ably demanding in terms other 
than sheer endurance and to pro-
vide a minimum of variety (not 
necessarily novelty, which is too 
much for some people though the 
spice of life for others). This is to 
recognize enfranchisement in 
problem-solving as a human right. 
2. The need to be ab le to learn on the 
job on a continuing basis. Again, 
this is a question of neither too 
much nor too little, but of matching 
solutions to personal require-
ments. This is to recognize person-
al growth as a human right. 
3. The need for some area of deci-
sion -making that the individual 
can call his own. This recognizes 
the opportunity to use one's own 
judgment as a human right. 
By Eric Trist 
4. The need for some degree of social 
support and recognition in the 
workplace, from both fellow work-
ers and bosses. This recognizes 
'group belongingness' as a human 
right. 
5. The need to be able to relate what 
one does and what one produces 
to one's social life. That is, to have 
a meaningful occupational identity 
which gives a man or woman digni-
ty. This recognizes the opportunity 
to contribute to society as a human 
right. 
6. The need to feel that the job leads 
to some sort of desirable future 
(not necessarily promotion). lt 
may involve training or redeploy-
ment- a career at shop floor level 
leading to the development of 
greater skill. This recognizes hope 
as a human right. 
These psychological needs and as-
sociated human rights are not con-
fined to any one level of employment. 
Managers also need a high QWL. 
However, it must be recognized that 
it is not always possible to meet these 
needs to the same extent in all work 
settings ; nor, indeed, do all kinds of 
people need them to the same de-
gree- individual differences are con-
siderable. 
One popular approach to QWL has 
been through job enrichment, which 
is concerned with altering the boun-
daries of jobs so that the tasks in-
cluded make a more complete whole, 
giving the worker more variety, more 
information, more decision-making 
an(l more autonomy than he or she 
previously enjoyed. 
What have we learned about diffus-
ing a higher quality of working life in-
to the organization as a whole? And 
what lies ahead? 
Table 2 sets out the key features of 
the new organizational paradigm, 
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which can potentially lead to a high 
QWL for all members of the enter-
prise. They contrast strongly with 
those of the old organizational para-
digm, set out on the left, and which 
has been instrumental in constrain-
ing most employees to a low QWL. 
TABLE 2 
OLD PARADIGM 
The technological imperative 
Man as an extension of the machine 
An expendable spare part 
Maximum task breakdown, single, 
narrow skills 
External controls (supervisors, speci-
alist staffs, procedures) 
Tall organization chart, autocratic 
style 
Competition, gamesmanship 
Organization's purposes only 
Alienation 
Low risk taking 
NEW PARADIGM 
Joint optimization 
Man as complementary to the ma-
chine 
A resource to be developed 
Optimum task grouping, multiple, 
broad skills 
Internal controls (self-regulating sub-
systems) 
Flat organization chart, participative 
style 
Collaboration, collegiality 
Members' and society's purposes al-
so 
Commitment 
Innovation 
Our traditional organizations follow 
the technological imperative, which 
regards man simply as an extension 
of the machine and therefore as an 
expendable spare part. 
In the traditional organization each 
member has first of all to compete 
with and defend himself against ev-
eryone else, whether as an individual 
or as the member of a functional 
group-maintenance versus produc-
tion, staff versus line, and so on. Re-
wards of promotion and privilege go 
most of all to those who, in the meta-
phor of Michael Maccoby's recent 
book, are 'gamesmen.' They excel in 
playing the political game of the or-
ganization. Co-operation, though for-
mally required wherever tasks are in-
terdependent, takes second place as 
a value. The new paradigm, by con-
trast, gives first place to coping with 
the manifold interdependendencies 
that arise in complex organizations. lt 
therefore values collaboration be-
tween groups as well as collegia lity 
within groups. lt encourages the es-
tablishment of a negotiated order in 
which multiple and mutually agreed 
tradeoffs are continuously arrived at. 
Traditional organizations serve on-
ly their own needs. They are, and in-
deed are supposed to be, selfish. 
However, the new paradigm imposes 
the additional task on t hem of align-
ing their own purposes with those of 
the wider society as well as with 
those of their members. By so doing 
t hey become both 'environmenta-
lized ' and 'humanized,' and thus be-
come more tru ly purposeful, rather 
• • • • • 
Letters to the editor of the U.N.A. 
news bulletin are welcomed from 
members. 
The subject should be of a general 
nature affecting members of the bar-
gaining unit or dealing with other as-
pects of collective barga ining. 
Your letters may be edited in the 
interests of space or if the material is 
deemed to be either libelous or defa-
matory. 
Your criticisms are welcomed, al-
though, it is well to keep in mind that 
the purpose of the publication pri-
marily is to engender unity among 
members of U.N.A. and not to pro-
mote discord. 
The U.N.A news bulletin is sched-
uled to be published every two 
months time and money permitting. 
The editor is Robert Donahue. lt is 
published out of the U.N.A. offices at 
10571-109 Street, Edmonton, Alber-
ta, T5H 3B1, Tel. 425-1025. 
than merely remaining the imperson-
al and mindless forces that are in-
creasing environmental turbulence. 
A change in all these regards from 
the old paradigm to the new brings 
into being conditions that allow com-
mitment to grow and alienation to de-
crease. Equally important is the re-
placement of a climate of low risk-
taking with one of innovation. This 
implies high trust and openness in 
relations. All these qualities are man-
datory if we are to transform tradi-
tional technocratic bureaucracies in-
to a continuous adaptive learning 
system. And this is the central task. 
This transformation is imperative 
for survival in a fast-changing envi-
ronment. lt involves nothing less than 
the working out of a new organiza-
tional philosophy. 
Ruth Esau Moves 
The United Nurses of Alberta Sec-
retary-Treasurer, Ruth Esau has re-
signed in order to return to the for-
mer family home in the Maritimes. 
Mrs. Esau, formerly employed at 
the Misericordia Hospital, served on 
the interim executive and was subse-
quently elected Secretary-Treasurer 
at the annual meeting. The position of 
Secretary-Treasurer will be filled by 
an election from among the members 
of the executive. 
The expert's predictions 
Consumer price index 
annual average increase 1978 1979 
over previous year 8.3 per cent 7.8 per cent 
Bank of British Columbia 8.5-9 per cent low 6 per cent 
(Economics Department) 
Midland Doherty Ltd. 9.5 per cent 7.5 per cent 
(Roger Keane) 
Toronto-Dominion Bank 9 per cent 7.2 per cent 
(Department of Economic Research ) 
DuPont of Canada Ltd. 9.3 per cent 7.5-8 per cent 
(Anthony Amery) 
Mcleod Young Weir Ltd. 9 per cent 6.5 per cent 
(Peter Martin ) 
Pitfield Mackay Ross Ltd. 9.2 per cent 7.6 per cent 
(Economics Department) 
Wood Gundy Ltd. 9 per cent 7 per cent 
Greenshields Inc. 8.3 per cent 7.5-8 per cent 
( George Saba ) 
Brault, Guy, O'Brien Inc. 9 per cent 7.5 per cent 
(James Vasoff ) 
Dominion Securities Ltd. 8.9 per cent 7.3 per cent 
(Economics Department) 
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Behavioral roles and the collective agreement 
Nurses covered by a Collective 
Agreement in Alberta this year have a 
distinct advantage over those cov-
ered in previous years in that the 
present Collective Agreement pro-
vides each individual with a copy of 
the contract. 
This means each nurse has the op-
portunity to be better aware of the 
contract provisions. Consequently 
each nurse should be more aware of 
any violation of the contract clauses. 
A collective agreement is valueless if 
employees permit its violation with-
out protest. Continuous ·ungrieved vi-
olations lead to feelings of entrap-
ment and powerlessness. These feel-
ings in turn lead to self-destructive 
anger. However, the energy that an-
ger generates can be channeled con-
structively and the cycle broken. The 
grievance process provides this op-
portunity. The contract provides for 
settlement of contract violations 
through the grievance and arbitra-
tion clauses. Indeed, the Alberta La-
bour Act provides model grievances 
and arbitration clauses that are con-
sidered present if a Collective Agree-
ment does not contain these provi-
sions. 
Grievance and arbitration are 
methods by which nurses police their 
contract. lt is a sign of Alberta's 
nurses' maturity in the Labour Rela-
tions area that there has been an in-
crease in grievance in the past year. lt 
also indicates that nurses are moving 
away from the outdated view of em-
ployees being the "children" of em-
ployers and the consequent reward 
or punishment for good or naughty 
behaviour. Grievances assume that 
employer and employees have equal 
status with the Collective Agreement 
being the regulator of their relation-
ship. 
BY MICHAEL M EARNS 
Employment Relations Officer 
However, behaviour expected of 
nurses by employers often does not 
coincide with t he equal status re-
ferred to earlier. The expectations 
that employers have of nurses are in-
fluenced-by several factors: the main 
one being that the majority of nurses 
are women. This together with the 
equating of nursing with a religious 
vocation has contributed to the ex-
pectation that nurses be obedient, 
respectful of their "Superiors" and 
above all unquestioning of authority. 
Naturally, any nurse not fulfilling 
these expectations was rebuked by 
her employer, and even her peers 
who sought the approval of the au-
thority figure. Thanks in large part to 
the Feminist Movement, nurses have 
begun to realize their self-worth, pos-
sessing rights equal to any other indi-
vidual and worthy of respect. 
New ideas bring about new behav-
iours but all groups do not accept 
new ideas at the same pace. Nurses 
who file grievances in order to assert 
their rights under the Collective 
Agreement confront employers with 
behaviours that are contrary to those 
expected. Frequently the reaction to 
unexpected behaviour is anger and 
recrimination. Grievors should be 
prepared for this and Local officers 
and members must be prepared to 
give support and encouragement to a 
fellow worker, who is prepared to 
step out of role, to assert rights due 
to all who are covered by the Collec-
tive Agreement. By grieving on her 
own behalf, she protects the rights of 
all. 
Education, workload are issues 
Issues of professional concern such 
as education and workload may be 
more frequent matters for nurses' 
collective bargaining than in the past, 
an Ontario study suggests. Dr. Alien 
Ponak, now a member of the Faculty 
of Commerce at the University of 
Br it ish Columbia, surveyed 500 
nurses in Ottawa, asking how they 
rated 13 goals in relative importance. 
The list included both "professional" 
concerns and traditional bargaining 
objectives such as salaries, fringe 
benefits and hours of work. The goal 
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most frequently ranked first was im-
proved hospital in-service education 
for nurses, wh ile salary increases 
most frequently were ranked last ... 
The survey also found that the more a 
nurse is involved in union activity the 
more likely he or she is to perceive 
professional goals as important. 
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